The study examined the positive organizational behavior concepts as psychological wellbeing, organizational virtuousness and work engagement. The research model was developed highlighting the relationship between organizational virtuousness and work engagement moderated through psychological wellbeing. Using a sample of 107 employees, the relationships were tested by analyzing the responses of employees working in cement and ready-mix concrete sectors. The findings of this study reveal a strong relationship between organizational virtuousness and work engagement. On the other hand, psychological wellbeing didn't moderate the relationship. The study discusses the implications of the presented findings and suggests potential practical applications.
Introduction
Number of studies in psychology and organizational behavior has become interested in understanding and examining of positive aspects of people. Positive psychology and positive organizational behavior concerns the application of psychology to improve the quality of work life and to protect and promote the safety, health, and well-being of workers. POB refers to 'the study and application of positively oriented human resource strengths and psychological capacities that can be measured, developed, and effectively managed for performance improvement in today's workplace' (Luthans, 2002a: 59) . POB has adopted a cross-disciplinary perspective, drawing from the established theory building and empirical findings in clinical and developmental psychology (Youssef and Luthans, 2007) . Some topics are most often addressed in publications as positive leadership, positive organizational development and change, psychological capital, organizational virtuousness, happiness at work, well-being at work, work-engagement, compassion, hope, work-life relationships (Donaldson and Ko, 2010: 181) . In this study, we have tried to build relationship between organizational virtuousness, psychological wellbeing and work engagement.
Virtue-based theories have improved over the years, not only in philosophy, but also in organizational scholarship. When organizations promote ethical and virtuous work environment, they tend to generate values and high performance (Bright and Fry, 2013: 7) . There has been much interest about the effects of virtues in the workplace (Burke, Ng and Fiksenbaum, 2009: 2013) . Virtues are associated with higher levels of psychological health, psychological wellbeing and high effort. We proposed that perceptions about virtuousness in the organization create employees' active, positive, work-related state. In this relationship, psychological wellbeing that represents a generalized feeling of happiness (Schmutte and Ryff, 1997: 551) moderates the relationship between organizational virtuousness and work engagement. In high psychological wellbeing level, the effect of organizational virtuousness on work engagement will increase, in low psychological wellbeing level; the effect of organizational virtuousness on work engagement will decrease.
In the following section, we elaborate on the concept of organizational virtuousness and develop the model and relevant hypotheses. The methods section provides details about the sample, data collection, and measures. Then, we present the empirical findings and conclude with a discussion of the results, implications, and issues for further research.
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Psychological Wellbeing as a Moderator
There is a growing interest in the positive aspects of psychological functioning, especially in psychological well-being (Lindfors, Berntsson and Lundberg, 2006, 1214) . Ryff (1989 Ryff ( , 1995 proposed a multi-dimensional model of psychological wellbeing that involves such dimensions as selfacceptance, personal growth, purpose in life, positive relations with others, environmental mastery and autonomy (Carmeli, Yitzhak and Weisberg, 2009,38) . Ryff developed the dimensions on the basis of mental health and life span developmental theories (Dierendonck, 2005, 629) . These dimensions can be described as follows: (Ryff, 1989 (Ryff, , 1071 (Ryff, -1072 .
Self-acceptance: A positive attitude toward the self, accepting good and bad qualities, feel positive about his or her past actions.
Positive relations with others: People have sincere and trust-based relationship with other people, show empathy and take care of others.
Autonomy: evaluating herself or himself according to personal standards is independent and self-determining.
Environmental mastery: one's ability to change the environment through physical and mental abilities. Person is active on participation to environment and he or she control complex external activities.
Personal growth: Person continues to develop his potential to grow and expand as a person (Ryff and Singer, 1996, 15) .
People with high psychological well-being have better physical health, satisfied with life, positive emotions, feeling happy and supported (Winefield, 2012, 2) . Perceptions of higher virtuousness predict more organizational citizenship behaviors and high commitment with role of well-being or happiness at work (Sison, 2015, 89; Rego et al. 2010 Rego et al. , 2011 . Research have clearly demonstrated that people with positive feelings and psychologically well people have the resources to foster high level of performance and commitment (Wright, Cropanzano, Bonett, 2007: 94) .
Therefore, we hypothesize: H2: Psychological wellbeing moderates the relationship between organizational virtuousness and work engagement 3. Method 3.
Sample and Data Collection
This study uses a convenience sample of 107 employees from 2 companies in cement and ready-mix concrete sectors. Total employees in these companies are 347. All data were collected using anonymously completed self-report questionnaires. Participants who volunteered to contribute to this study by responding to the questionnaire were assured of the confidentiality of their responses. Table 1 presents the sample characteristics of this study. The majority of the respondents are men (%83), in the position of employee (%70), between 36-45 ages, have undergraduate level education (%47), have 11-20 total tenure (%68) and 0-10 tenure at current work (%51). Figure 1 provides an overview of all hypothesized relationships. Organizational virtuousness was determined as independent variable, work engagement as dependent variable and psychological wellbeing as moderator variable. 
Measures
To test the hypothesized model, participants completed measures that addressed organizational virtuousness, work engagement, and psychological wellbeing. Demographic information was also requested.
Organizational Virtuousness Measurement Organizational virtuousness scale was used with 15 six point items proposed by Cameron et al (2004) . The items were translated from English into Turkish by a first translator and then independently back-translated into English by a second translator. The final version was discussed with researchers, and some final adjustments were made. The subscale optimism includes 3 items (e.g., ''We are optimistic that we will succeed, even when faced with major challenges''), the subscale trust includes 3 items (e.g., ''People are treated with courtesy, consideration, and respect in this organization''), the subscale compassion includes 3 items (e.g., ''This organization is characterized by many acts of concern and caring for other people''), the subscale integrity includes 3 items (e.g., ''This organization demonstrates the highest levels of integrity''), the subscale forgiveness includes 3 items (e.g., ''We have very high standards of performance, yet we forgive mistakes when they are acknowledged and corrected''). Items are scored on a 6-point Likert scale ranging from 1 (strongly disagree) to 6 (strongly agree).
Work Engagement Measurement
Work engagement was measured with 17 items from the Utrecht Work Engagement Scale (Schaufeli, Bakker & Salanova, 2006) . Three dimensions of work engagement as vigor, dedication, absorption were used to assess. The subscale vigor includes six items (e.g., ''At work, I feel full of energy'') and the subscale dedication includes five items (e.g., ''I am enthusiastic about my job''). Items are scored on a 6-point Likert scale ranging from 1 (strongly disagree) to 6 (strongly agree). Items are scored on a 6-point Likert scale ranging from 1 (never) to 6 (always).
Psychological Wellbeing Measurement
Psychological wellbeing was measured with 18 items from Ryff's 6-factor PWB (Ryff, 1989; Ryff and Keyes, 1995) . Self-acceptance, positive relations with others, autonomy, environmental mastery, purpose in life and personal growth were used as dimensions to measure psychological wellbeing. The subscale self-acceptance includes three items (e.g. I like most aspects of my personality.), the subscale positive relations with others includes three items (e.g. I have not experienced many warm and trusting relationships with others (R)), the subscale autonomy includes three items (e.g. I tend to be influenced by people with strong opinions), the subscale environmental mastery includes three items (e.g. The demands of everyday life often get me down (R), the subscale purpose in life includes three items (e.g. I live life one day at a time and don't really think about the future.(R)), the subscale personal growth includes three items (e.g. For me, life has been a continuous process of learning, changing and growth Items are scored on a 6-point Likert scale ranging from 1 (strongly disagree) to 6 (strongly agree).
Results
The results of this study will present reliability scores of variables, descriptive statistics, correlation analyses of variables and interaction analysis between dependent and independent variables considering the effect of moderating variables in research model.
Reliability of Scales
Cronbach's coefficient alpha was utilized and all the scales demonstrated high reliability of over .70 (Table 2) . Mean scores and standard deviations were also presented in this 
Test of Hypotheses
In Table 3 , correlation results were applied to each variable (Organizational virtuousness, psychological wellbeing, work engagement and subdimensions of variables). As shown in Table 3 , organizational virtuousness was significantly and positively correlated with work engagement (r=,224; p<,001) . All subdimension of organizational virtuousness were significantly and positively related with work engagement and subdimension of work engagement as vigor. For example, integrity dimension of organizational virtuousness is correlated with vigor as ,393; p<,05. As a result, H1 hypothesis as Perceptions of higher organizational virtuousness are positively associated with work engagement was supported.
Also, organizational virtuousness was significantly and positively correlated with psychological wellbeing (r=,472; p<,05). It is highly correlated with subdimension of psychological wellbeing as positive relations (r=,626; p<,05) .
To test the other main hypothesis of psychological wellbeing on the organizational virtuousness-work engagement relationship, Baron and Kenny's (1986) technique was used. The moderating role of psychological wellbeing is analyzed by hierarchical regression analysis as given in Table 4 . To calculate the interaction between independent and moderating variables, raw scores are subtracted from the mean score, which is repeated for each variable. The output scores of one variable is multiplied by the output scores of the other, forming an interaction variable (organizational virtuousness X psychological wellbeing) and this interaction variable is added to analysis (Baron and Kenny, 1986, 1176) . Dependent variable: Work engagement In the first step of the analysis, the effect of organizational virtuousness on work engagement was tested. H1 hypothesis is tested (β= ,224; p= ,021) . According to results of the moderating analysis, psychological wellbeing doesn't have any moderating effect between organizational virtuousness and work engagement. Therefore, H2 hypothesis as Psychological wellbeing moderates the relationship between organizational virtuousness and work engagement is rejected. Discussion Organizational virtuousness explains large amount of positive variables as satisfaction, performance, commitment, identification and so on. In this study, we propose that the perceptions about high organizational virtuousness create more engaged employees. Also, in this relationship, we use a moderator variable to the research model in order to understand how these relations were shaped. Psychological wellbeing is selected as a moderator, because people with high psychological well-being have better committed and engaged to their job. We assumed that If employees have high psychological well-being, the effect of organizational virtuousness on work engagement will more increased.
Firstly, a significant implication was found only between organizational virtuousness and work engagement. This indicates that employees in cement and ready-mix concrete sectors feel that their companies are virtuous companies and their employees' work engagement is driven by concern and caring for other employees and demonstrating the highest level of integrity. Also, employees' work engagement levels are higher than expected results. Turkey is the largest cement market in the Eastern Mediterranean. Employees face risky factors and working conditions, therefore, employees' intention to leave is high. On the other hand, in our study, psychological wellbeing has no effect on work engagement, also has no moderating effect on the relationship between organizational virtuousness and work engagement. Employees' autonomy and environmental mastery are high. This means employees think that they are in charge of the situation that they face in the work environment.
Limitations and Recommendations This current study addresses a gap in the literature surrounding organizational virtuousness and work engagement by examining the role of psychological wellbeing. By promoting virtuous psychological climate, organizations can improve their employees' perceptions and attitudes about their job and their own organization, but there are some limitations to consider in this study one of which is the inability to generalize the results to other sectors than the cement and ready-mix concrete sectors. The results can only be considered in the content of the sample of the study and cannot represent the whole sector in Turkey as the number of the sample requires to be increased. To increase the number of participants may help improve the reliability of the scale and also may provide support to the research findings to evaluate general tendencies in sector.
